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13 December 1971 


MEMORANDUM FOR: Deputy Director for Support 


Jack: 


25X11 fs met with Ed Proctor on 


2 December 1971 to discuss the Youth Study. Mr. Proctor 
was brought up to date on the status of the Study and 
the question of DDI participation. Mr. Proctor stated 
he would look into the matter and be back in touch. I 
checked with Ken this morning, who advised that no feed- 


back to us has occurred as yet. 


25X1 


John R- ietjen, Me D. 
Director of Medical Services 
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Dr. Tietjen w/L___] STAT 
"Youth Study" 


additional copies being sent to MAQ 
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ROOM NO. BUILDING EXTENSION 


FORM NO yy) 4] REPLACES FORM 36-8 
1FEB 55 WHICH MAY BE USED. 


Mr. C. had given the 
subj file re this to Mr. Wattles. 


We've received the orig 
back fr ExDir -- As you see 
we sent it down to DMS. 
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DD/S 71-2681 


MEMORANDUM FOR: Executive Director-Comptroller a 


Colonel White: 


Here is a draft statement of work which the 
Psychological Services Staff might undertake on the matter you raised 
at last week's Deputies Meeting. [___is prepared to elaborate 
at your convenience. I believe a discussion is essential and Dr. Tietjen 
and I would like to be present. 


There is one problem in terms of the PSS effort 
and getting at what is worrying senior Agency officials. The PSS 
timetable.- and[|____]and Tietjen understand the pressure for answers < 
would cover about one year. Two to three months would be required 
for preliminary work. The survey itself and preparation of the report 
would cover nine months. Some interim reports would be made. Even 
with this uncomfortable time requirement I think we should go ahead. In 
any case I suggest you meet with 


eputy Director 
for Support 
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7 JUL 1971 


MEMORANDUM FOR: Executive Director-Comptroller 


Colonel White: 


Here is a draft statement of work which the 
Psychological Services Steff might undertake on the matter you raised 
25X1: at last week’s Deputies Meeting. [_—___ijis prepared to elaborate 
at your convenience. I believe a discussion is essential and Dr. Tietjen 
and I would Jike to be present. 


: There is one problem in terms of the PSS effort 
and getting at what is worrying senior Agency officials. The PSS 
25X1 timetable - and[__ land Tietjen understand the pressure for answers - 
would cover about one year. Two to three months would be required 
for preliminary work. The survey itself and preparation of the report 
would cover nine months. Some interim reports would be made. Even 
_ with this uncomfortable time requirement I think we should go ahead. In 


25X1 : any case I suggest you meet with[ ssid 


(signed) John W. coffey 


John W. Coffey 

Deputy Director 
oe for Support 
Att: Beaft Memo dtd 1 Jun 71 for DD/Sfr[[_——————_—_| subj: Research 25X11 
DD/S:JWC: Llc (7 July 1971) Possibilities on the "Youth Issue" 
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2 June 1971 


Mr. Coffey: 

Attachedis[_____—_—|draft STAT 
paper on Research Possibilities on the 
"Youth Issue" together with our background 
papers on the Behavioral and Social 
Sciences Activity. 

[_________]particularly invited your 
attention to Attachment 2 of his paper. 


I have extra copies of his paper. 


Miriam 
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REVISED DRAFT 


1 June 1971 
© MEMORANDUM FOR: Deputy Director of Support 
THROUGH +, Director of Medigal Services 


- SUBJECT - : Research Possibilities on the "Youth Issue” 


L.A recent survey of 191 well-known business and 

indiistrdal concerns asked whether or not recent graduates 

are found to be different after employment than their counter- 
part of a few years ago. While some reported little or no 
difference, most did, stating that today's graduates are more 
concerned about social problems, more enone to have early 
responsibility, want more challenge, and are more likely to 
question operating policy and practice. (See Attachment 1) 
TIME gyigazine (May 24) quotes the board chairman of a major 
Seproratson as saying that while it is easy to hire foparankend 
students ‘tn today' s tight job market, industry must invent 
challenging: decision-making jobs for its bright young recruits 
and back their involvement in social causes if it expects to 
kee: them. A social scientist recently described attitude 


es in eogay: 3 youth as var reversipis’ and concluded that 


tag: 


- 
the marketplace must find ways to adapt. 
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SUBJECT: Research Possibilities on the "Youth Issue" 


2. Within the Agency, rumblings from both articulate 
young Agency professionals and from their superiors in 
management suggest that the Agency is by no means unaffected 
by these trends. While concern has mounted recently, a 
survey demonstrated wide-spread perception of change at 
least as long as two years ago. In a survey conducted by 
the Psychological Services Staff, OMS, of job-related 
attitudes of Agency officers who had been on board five 
and ten years, opinions as to both the capability and the 
motivation of young professionals were sought.* While 
83% of those surveyed agree that “Young professionals 
entering the Agency today are as capable as those who 


entered when I did", only 56% felt that they are as motivated 


(i.e., committed to their work) “as those who entered when 


I ata." More significantly, only 22% felt that the Agency 
is doing a good job of managing the young professionals who 
have recently entered on duty. Today, discussion about the 
changing attitudes of youth in the Agency abounds, with little 
agreement as to the implications, and even less about what, if 


anything, the Agency should do about them. 


*; 
* A Survey of Job-Related Attitudes of Five- and Ten-Year 


Agency Officers, OMS/PSS/RB, January 1970. 
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SUBJECT: Research Possibilities on the "Youth Issue" 


3. The Human Resources Study Group,* taking note of 
these concerns, has discussed the question of whether or not 
a systematic research effort could address itself in any 
meaningful way to those concerns. The answer is yes, if 
what is needed (and we think it is) is an attempt to define 
the problem, framing it in questions like these: 

| a. How representative are the views being currently 

expressed by an articulate few? Of whom are they 

representative? Does the "Silent Majority" have 

similar views, or contrasting ones? How strongly 

are they held? 

b. If we can identify common viewpoints on 
significant issues among young Agency professionals 
(whether they are like or unlike those of the articulate 
few), do these really differ in a crucial way from those 
held by their seniors in Management positions? 

c. If some real differences between views of 
"youth" in the Agency and "management", are identified, 
what are the implications for such issues as the Agencys 
ability to continue to attract and hold "good" people, 
develop identification with the Agency's mission, 


a a a Ne hn 


* Organized by DMS at the direction of the DDS in October 1970. 
Charged* with the task of studying needs and recommending 
esearch in the human resources area. Currently composed of 
representatives of OP, OS, OTR, ard OMS, chaired. by C/PSS/OMS. 
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SUBJECT: Research Possibilities on the “Youth Issue" 


stimulate desire to produce, inspire career commitment? 

4. Not all of these questions are equally researchable, 
of course. Those in "a" are relatively easy to tackle, "b" 
somewhat less so, "c" much tougher. Clearly, a "profile of 
attitudes" derived from a standard opinion survey approach, 
while a useful first step, would not carry us very far. We 
need to know more about which attitudes make a difference 
in the way people respond--to their jobs, to managerial 
approaches, to the decision to cast their lot with the Agency 
or look elsewhere. While the methodology for research aimed 
at these questions cannot be spelled out in detail at this 
stage, it would obviously involve some combination of focused 
depth interviewing, questionnaires, and probably other instru- 
ments designed to tease out and measure perceptual/attitudinal 
dimensions. The Research Branch of the Psychological Services 
Staff believes that the technology for such studies is within 
its capabilities. Attachment 2 illustrates one possibly useful 
approach. 

5. To proceed in the direction indicated, the following 
acquance of events is suggested as appropriate: 

a. Agreement of top management that research in this 
area is desirable. Obviously, such an undertaking would 


be pointless unless seen by management as relevant to 


42 
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. ,SUBZECT: Research Possibilities on the "Youth Issue" 


their concerns. We eek: ana welcome input and guidance 
from top management on the problems meriting central focus. 
b. Expansion of the Study Group to include represent- 
atives of all Directorates. ‘While we feel that, as repre- 
sentatives of the Support Directorate ‘ie are in a position 
to be aware of the paeneyeaiae concerns, input from repre- 
gentatives specifically appointed by che Directors of 
other components is highly desirable. ; 
c. Designation of the Psychological Services Staff, 
Ms, as the action arm for the design and een ere 
of the study. 
6. Given approval of the above, the next steps would be: 
| a. Talks between the expanded Study Group and a varifety 
of individuals from both "youth" and. "management" in order ae 
to define the dimensions for which measurement is desired; 
b. A definition of "youth", in terms of both age and 
position, and a definition BE “nanagehent? in terms of both; 
c. An outline of the proposed study, to be submitted 


for approval to top management, before proceeding. 


25X1 
Chairman, Human Resources saci Group 


££ ‘Attachments 
“Wie stated above 
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ATTACHMENT 1 


SUBJECT: How Today's Graduates are Different* 


The twenty-fifth annual survey of policy and practice 
in the employment of college and university graduates in 
business and industry involved 191 well-known companies. 
Respondents to this year's survey were asked to indicate 
ways in which new graduates are found to be different after 
employment when compared to their counterparts of a few 
years ago. A total of 110 companies replied. Their responses 
are summarized below: 


No. Companies 


32 They are not really a new breed. We see very 
little difference. 


30 More concerned about social problems - Concerned 
about social goals of the company ~ More 
interested in community betterment. 


28 Overestimate potential - Impatient with progress - 
Expect too much responsibility too soon. 


23 Desire early responsibility ~- Want to supervise 
immediately - Want rapid advancement - More 
demanding and aggressive. 


22 Want more challenge ~ Ask for more meaningful 
assignments - Want relevant work. 


22 More eager to criticize -..0ften question operating 
policy - Unimpressed by protocol ~ Less acceptance 
of tradition. 


21 More restless - Less patient. 


16 Better educated - Better qualified - More able 
to take responsibility - More knowledge in 
special field. 


* from "Trends in Employment of College and University 
Graduates in Business and Industry, 1971", Frank Ss. 
Endicott, Director of Placement, Northwestern University, 
Evanston, Illinois 
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SUBJECT: How Today's Graduates are Different 


8 More interested in contintied education. 
5 Less concerned about dress and behavior. 
Illustrative statements: 


"Graduates view the corporation as having more than 
just a profit responsibility to stockholders. They see 
industry playing a major role in developing hard-core 
and minority groups, using corporate profits to better 
society. This concern is ‘beginning to display itself 
among some of the recently hired engineers." 


“They are more concerned with the commitment their 


“corporation has made to resolving social problems. They 


also are more interested in becoming involved on their 
own than college graduates were in earlier years." 


"More impatient for promotion and Salary increases. 
Less regard for established procedures and policies." 


"New graduates are less hesitant to question authority 
and work procedures. Many seem more anxious than their 
predecessors for immediate recognition and job responsi- 
bility. They are more competitive, more interested in 
social implications and less impressed by the size of 
the organization." 


"Today's graduate ig more curious and inquisitive. 
He ig more apt to question things relating to this field 
and not accept them as they are. This may create friction 
in supervisor-employee relations." 


"The recent graduate appears to desire more freedom 
in his work and a voice in management decisions." 


3 “They are more likely to express their opinions long 
“ibe fore they really have the maturity to express judgment. 
However, their comments on occasion show bright sparks 

of potential. This may be part of the maturing process." 


_. They want responsibility faster and are willing to 


rocksthe boat a little to get their jobs done. We need 
more of this type to keep us from getting lethargic." 
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SUBJECT: How Today's Graduates are Different 


"Other than a little different mode of dress and 
possibly a more awareness of social, economic, and 


ecological problems, the "new breed" does not behave 
much differently." 


“New breed or otherwise, we find them anxious and 
eager." 


3 
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ATTACHMENT 2, 


To illustrate the sort of research approach we envision 
as applicable to the "Youth Issue" we provide in this attach- 
ment a specific example of a problem and a methodology. A 
rather new and indirect method of evaluating the differences 
{if any) between the values and philosophies of young and 
more senior Agency officers is a method called the multiple- 
cue judgment task. In this task, groups of young and more 
senior officers would be asked to judge several hypothetical 
"candidates" for Agency employment in terms of their overall 
suitability for an Agency career. Information about each 
hypothetical candidate on a number of dimensions would be 
presented to each officer. For example, one candidate might 
be described as follows: 


Profile of Candidate 1: Personal Qualities 


| / LILA 

Low Commitment Desire for Eagerness to 

Intelligence/ to the Agency's Meaningful Work Within 

Substantive Mission ' Responsibility the Chain of 
Ability of Candidate Command 


The task of each officer would be to subjectively weight this 
combination of personal qualities in order to arrive ata 
judgment of the overall desirability of the candidate for a 
career with the Agency. Other "candidates", possessing quite 
different degrees of these same personal qualities, would also 
be rated by each judge. (The specific personal qualities cited 
in this example are used for illustrative purposes only; 
preliminary inquiry would be necessary to determine what 
dimensions are most relevant for research of this type.) 


Based upon an officer's ratings of a numker of such 
hypothetical candidates, statistical analysis (involving 
multiple regression technique) would reveal which personal 
qualities hé weights most heavily and how he weights them in 
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arriving at a judgment of an individual's overall suitability 


. fer an Agency career. The picture that emerges for a given 
officer would be a practical and potentially meaningful image 


of the type of individual he believes the Agency should 
attract. 


Comparisons of the responses of groups of junior and 
more senior Agency officers to this technique could provide 
insights as to areas of agreement and conflict in basic 
philosophies. 


This multiple-cue judgment technique has certain advan- 
tages over more conventional techniques of measurement. It 
offers an indirect measure of the relative importance assigned 
to various factors in a practical and realistic manner. 
People are not required to provide general answers to abstract 
questions, they are instead asked to make specific judgments 
about potentially real people using any type of intuitive 
(or rational) approach they wish. Subsequent statistical 
analysis reveals the actual basis of their decisions in a 
manner which can be informative to both the individual making 
the judgments and to the organization of which he is a part. 


While difficult to anticipate the specific results of the 
type of research described above, it is not difficult to 
imagine that such research would hold implications for policies 
and practices in recruitment, Selection, training--especially 
management training, performance appraisal, and career manage- 
ment, to name but the more obvious. ~. 


2 e 
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DD/S 70-4232 
21 OCT 1970 
MEMORANDUM FOR: Director of Personnel 
Director ef Security 
Director of Trataiag 
SUBJECT : Sappect Directerste Behavioral and Social Sciences 
Activity 


of a Support Directorate Behavioral and Social Sciences Board. I heave 
spproved the establishment of suck # board. I think that this is @ worthy 


2. Ihave asked Dr. Tietjen to serve as Chairman of the Board 
and he will cali a meeting for orgenizational purposes and the initiation 


ed hoc working groups and the panel that the Directors ef offices enenne 
the participation of thise-who show an aptitude and interest in these fielde. Kor” 


SIGHED &. b. Bannerman 


ILLEGIB 
R. L. Baseerman 


Att 


cc: D/MS rae 
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MEMORANDUM FOR: Deputy Director for Support 


SUBJECT s Support Directorate Behavioral and Social 
Sciences Activity 


1. This memorandum contains in paragraph 9 a proposal 
for the approval of the Deputy Director for Support. 


2. On several previous occasions we have in ovr discussions 
recognized the importance of exploiting in the Agency's interest 
developments in the behavioral and social sciences. We have also 
made certain suggestions for initial action in this area. For 
various reasons these suggestions have not as yet been acted on. 
We propose therefore a somewhat different approach which we con- 
sider not inconsistent with our earlier suggestions, but rather 


perhaps as a chased approach to our ultimate proposals forwarded 
earlier. 


3. We propose that a behavioral and social sciences activity 
be established at the Support Directorate level. This would con- 
sist of a Dps Behavioral and Social Sciences Advisory Board composed 
of the directors (or other senior officials) of those Support 
Directorate offices having special interests in the utilization 
of human resources -- Offices of Personnel, Security, Training, 
Medical Services and the Office of the DDS -- and an Executive 
Secretary who would be a professional trained in one of the 
behavioral or social sciences. ‘here would be attached to the 
Board a panel made up of individuals from the four support offices 
who aré qualified by reason of training or experience to represent 


their offices on a continuing basis on matters pertaining to the 
behavioral and social sciences. 


4. The function of the board would bes 


a. to provide policy guidance for the DDS behavioral 
and social sciences activity, 


lee te 
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SUBJECT: Support Directorate Behavioral and Social sciences 
Activity 


b. to provide a senior forum for identifying 
problems of the directorate that might be responsive 
to the application of the expertise available from the 
behavioral and social sciences, particularly, psychiatry, 
psychology, anthropology and sociology, and 


c. to recommend to the np/s specific studies, applica-~ 
tions or other actions in this area. 


5. The function of the Executive Secretary would be to 
implement those recommendations of the Board as approved by the 
DD/S. In this he would, with the advice of the Panel, call upon 
resources (including consultant capabilities) available in the 
four offices represented on the Board to form ad hoc working 
group (s) appropriate to the implementatien of the desired study 
or other action. (It is conceivable, depending on the specific 
problem to be addressed, that other Support Directorate offices 
would have a contribution to make and would therefore have an 
interest in participating on an ad hoc working group. Such parti- 
cipation, we believe, should be solicited and encouraged.) The 
Executive Secretary would continue to function as the liaison 
between such working groups and the Board and would ensure that 
the results of the group's efforts are forwarded to the Board. 

As the requirement placed on an ad hoc working group is fulfilled, 


the group would be terminated and new group(s) formed appropriate 
to new requirements. 


6. The function of the Panel would be as indicated above 
to advise the Board through the Executive Secretary of those 
resources available in the several offices for utilization on 
the ad hoc working groups, and on other matters relevant to 
the directorate behavioral and social sciences activity. 


7. Diagramatically, this proposed Support Directorate 
activity would be as follows; 


-~ 2 » 
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SUBJECT: Support Directorate Behavioral and Social Sciences 
Activity 


Director of Personnel 
Director of Security 
Director of Training 
Director of Medical Services 
Representative from 0/DDS 
Executive Secretary 


| Appropriate resources 

drawn from OP, OS, 
OTR, OMS and other 

| offices having a con- 

tribution- 


| Appropriate resources| 
drawn from OP, OS, | 

| OTR, -QNS and other 

| Offiegs having a con-| 
tribution. 


i i 


I 

| AD_HOC WORKING GROUP | 
| 

| 

| 

| 

| 


8. Office of Medical Services has professionals qualified 
to serve as Brecutive Secretary in the above respect and we are 
prepared to nominate an individual for this function. We are 
&lse prepared, of course, to make appropriate professional 


Approved For Release 200396 /80 CIA-RDP84-00780R004600120016-4 
SECHET 


“To Ss e+ Approved For Release 2003/06/20? CIA-RDP84-00780R004600120016-4 


SUBJECT: Support Directorate Behavioral and S8ecial Sciences 
Activity : 


resources available fer utilization on the ad hoc working groups. 
Our experience with our OMS Committee for the Behavioral and 
Social Sciences should, we believe, be of assistance particularly 
for the initial working groups. 


9. It is therefore recommended that a DDS Behavioral and 
Social Sciences Advisory Board be established for the purposes 
and in accordance with the organizational pattern outlined 
above . 


CIGNED 
Seoar lk. ME ce ny RED. 
JOHN R. TIETJEN, M. D. 
Director of Medical Services 


The recommendation contained in paragraph 9 is hereby 


approved. 
SIGRED 8.1. Prove coy 20 OCT 1970 
Sn ene ents CREE: SAR 
R. L. BANNERMAN Date 


Deputy Director for Support 
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9 October 1970 


MEMORANDUM FOR THE RECORD 


SUBJECT: Proposal for a Systems Analysis of Psychological Data 
Pertaining to Problems of Agency Human Resources 


1. A meeting was held today with the Directors of Medical 
Services, Personnel, Security and Training to discuss the proposals set 
forth in the 18 September 1970 memorandum from Dr. Tietjen. I asked 
the Directors of Personnel, Training and Security to express their views 
on these proposals. The discussion was wide-ranging and got somewhat 
off target in that most present read into the proposals a thought that the 
proposals would achieve far more than intended. The theme seemed to 
be that any one of these studies would produce a review of the problem, 
solutions, and ready recommendations in each area. From this view 
there were comments that some of the proposals had been thoroughly 
reviewed and there was ample information available and the necessity to 
pursue the studies was not apparent. While not so expressed it was agreed 
that some of the problems needed definition before proceeding with any 
in-depth study and eventual proposed solutions. 


2. Dr. Tietjen spoke to the more limited approach of the 
Psychological Services Staff and that it was not intended that they would 
come up with solutions and recommendations. 


3. Iexpressed my viewpoint to reduce the issue to what I 
considered to be a more practical plane. I pointed out that the initial 
inquiry by Psychological Services would be to identify the factors involved 
in each proposal which would lead to the point as to whether or not we had a 
problem and if so, what appeared to be the component’ parts of the problem. 
I suggested that after this finding consideration could be given to creating a 
task force including representatives from the other Directorates for a 
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inquiry into the matter with a view to developing findings and recommendations 
for corrective action. Since there was no agreement as to any priority of 
inquiry, Iasked Dr. Tietjen to call together representatives of the offices 
present and establish the arrangements for full support to the inquiry from 

the components represented. This was satisfactory to all concerned and 

Dr. Tietjen will proceed as above. 


25X1 


: erman 
Deputy Director 
for Support 


DD/S:RLB:llc (12 October 1970) 
Distribution: 

O - DD/S Subject 

1 - DD/S Chrono 
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9 October - 10 a. im. 


Messrs. Wattles, Osborn, Cunningham and 
Dr. Tietjen 
CEL DR. 


INFORMATION 


MR. aoruet. : 


ILLEGIB 
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28 September 1970 


MEMORANDUM FOR: Director of Personnel 
Director of Security 
Director of Training 


Attached is a proposal by the Director of 
Medical Services which I wish to discuss at a meeting to be called 
shortly. A serious study in these areas can be most helpful. Each 
addressee will be interested and will have an input to the study. | 
would also like your suggestions as to the order of priority in taking 
up these studies. 


A reply is not necessary as the meeting can 
cover all comments. 


SIGHED R. L. Bannerman 
R. L. Bannerman 


Att: Memo dtd 1 sep 70 for DD/S fr D/MS, 
subj: Proposal for a Systems Analysis 
of Psychological Data Pertaining to 
Problems of Agency Human Resources -- DD/S 70-3893 


ce: D/MS 
DD/S: RLB:maq 
Distribution: 
Orig - D/Pers w/xcpy DD/S 70-3893 
1 - Ea following adse w/cpy DD/S 70-3893 
KK DD/S Subject w/O DD/S 70-3893 
1 - DD/S Chrono 
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MEMORANDUM FOR: Deputy Director for Support 


SUBJECT : Proposal for a Systems Analysis of 
Psychological Data Pertaining to 
Problems of Agency Human Resources 


1. This memorandum contains in Paragraph 3 a recom- 
mendation for the approval of the DDS. 


2. Three years ago the CT Systems Study was 
initiated with your approval. In that time, more than two 
dozen research reports and memoranda have been prepared 
and disseminated and five Periodic Progress briefings 
given to a relatively large number of Agency Officers 
sharing responsibility for the conduct and concept of the 
CTP. Based on our experiences with the CT Systems Study, 
we feel that management would be well served by an exten- 
sion of our research efforts to a set of concerns with the 
overall Agency's human resources. 


3. Accordingly, your approval is requested to 
establish a "Systems Analysis of Psychological Data Per- 
taining to Problems of Agency Human Resources" which will 
parallel the existing "Systems Analysis of Psychological 
Data Pertaining to Career Trainees." 


4. There follows a list of concerns which have been 
expressed by various Agency components on a recurring 
basis. The list is submitted in the form of questions 
which are at least potentially researchable: 


a. Minority Group Employees - What has the 


Agency's experience been with the selection, utilization, 
performance, and career development of minority group 
employees? 


b. Differential Placement of Professional 
Employees - What patterns of interests, aptitudes, and 
personality styles are most characteristic of officers 
successful in different types of jobs? 


Excluded tam slat 
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SUBJECT: Proposal for a Systems Analysis of 
Psychological Data Pertaining to 
Problems of Agency Human Resources 


ce: The "Generation Gap" - Is there a "generation 
gap" in the Agency? Do the young aspiring Intelligence 
Officers hold values, philosophies, and work expecta- 
tions unlike their seniors? If so, do these differ- 
ences in outlook hold implications for the future 
look of the Agency? 


d. Communication Within the Agency - What do 
employees really mean when they complain (as so many 
have on recent Agency-wide attitude studies) about 
failures in communication and lack of cooperation 
between offices? What specific suggestions can 
employees make to remedy these problems? 


e. Effects of Organizational Climate - How do 


different organizational dlimates affect individual 
efficiency and group process and products? Can 
organizational climates be identified which contribute 
to these ends? Are they different in different types 
of Agency work units? 


£. Stimulating Career Motivation - What techniques, 
if any, can be identified which serve to enhance an 
employee's motivation for a career in intelligence 
work? . 


g- Social Psychological Studies on the Agency - 


What effects do inter- and intra- Directorate stereo- 
types, group relations, and inter-component concepts of 
service and excellence have on unit efficiency and 
morale? 


h. Selection of New Employees - How do newly hired 


Agency employees compare with new employees of former 
years on such dimensions as intellectual ability, 
breadth of interests, and college background? Do the 
young people who come to work here represent a true 
cross-section of attitudes and values found in today's 
high schools and colleges? 


5. Management may consider that other questions, not 
noted above, are more pressing and deserving of attention. 
In any event, it must be emphasized that limited resources 
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SUBJECT: Proposal for a Systems Analysis of 
Psychological Data Pertaining to 
Problems of Agency Human Resources 


demand a careful evaluation of feasibilities and priorities 

to insure that our efforts are (a) focused on real and serious 
problems; and (b) limited to areas in which there is reason- 
able promise of pay-off. 


6. Our experience with the CT-oriented research 
reinforces the conviction that timeliness and relevance of 
research in service to management is a function of close 
communication between researchers and management. We look 
forward to the continued advice and support of your office 
in facilitating working-level exchanges between ourselves 
and officials responsible for day-to-day management 
decisions. Task Forces, structured as working groups, with 
membership selected on the basis of experience with and 
knowledge of specific problems and operating under the policy 
guidance of your office are suggested as appropriate action 
mechanisms. 


SJOHMR. TIETJEN, M. D. 
Directorief Medical Services 


The recommendation in paragraph 3 is hereby approved. 


SDS OmfC SDD GUT HW Same Sv 


R. L. BANNERMAN Date 
Deputy Director for Support 


OMS/PSS/.________—'| des 
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MEMORANDUM POR: Deputy Direeter for Support 


SULTEOT : Proposal for a Systems Analysis of 
Psychological Data Pertaining to 
Problems of Agency Human Nesources 


1. his memorandum contains in Paragraph 3 a recom- 
meniation for the approval of the Ds. 


2. “hree years ago the CT Systens Study was 
initiated with your approval. In that tine, more than two 
dozen research reports and menoranda have been preparec 
and disseminated and five Periodic Progress briefinas 
qyiven to a relatively large number of Agency Officers 
sharing responsibility for the contuct and concept of the 
crvP, Based on our experiences with the CT Systems Study, 
we feel that management would be well served by an exten- 
sicn of our research efforts to a set of concerns with the 
overall Agency's human resources. 


3. Accordingly, your approval is requested to 
establish a “Systems Analysis of Psychological Pata Per- 
taining to ®roblens of Aqency Human Resources” which will 
parallel the existing “Systems Analysis of Psychological 
hata Pertaining to Career Trainees, ” 


4. There follows a list of concerns which have been 
expressec by various Agency components on a recurring 
masis. The list is submitted in the form of questions 
wiich are at least potentially researchable: 
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SUBJECT: Prenosal for a Systems Analysis of 
Psychelojical Data Pertaining to 
Provlins of Agency Human Resources 


-@. The ‘Generation Gap - Is there a “generation 
cap" in the Agency? De the young aspiring Intelligence 
Officers hold values, eailesophies, and work expecta~ 
tions unlike their seniors? If so, do these differ~ 
ances in cutlook hold implications for the future 
look of the Agency? 


d. Communication Within the Agency ~ What do 
employees really mean when they complain (as so many 
have on recent Agency-wide attitude studies) about 
failures in communication and lack of cooperation 
between offices? “What specific suggestions can 
erployees make to remedy these problems? 


e. <uffects of Grganizational Climate ~ How do 
different organizational dimates affect individual 
efficieney and group process anc products? 
organizational climates he identified which contribute 
to these ends? Are they different in different types 
of Agenoy work units? 


f.. Sti wg Career * - What techniques, 
if any, can be identiried which serve to enhance an 
employee's motivation for a career in intelligence 


work? 


y. Soe¢kal Psycholocieal Studies on the Agency — 
What effects do inter~ ana intra~ Directorate stereo~ 
types, group relations, and inter -component concepts of 
service and excellence have on unit efficiency and 


morale? 


h. Selection of New Fmployees ~ How do newly hirec 
Agency employees compare with new employees of former 
years on such dimensions as {ntellectual ability, 
breaath of interests, and college background? Do the 
young people whe come to work here represent a true 
crogs-section of attitudes and values found in today’s 
high schools and colleges? 


5, Management may consider that other questions, not 
noted above, are more pressing and deserving ef attention. 
In any event, it must be emphasizea that limited resources 
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Proposal for a Syatens Analysis of 
Psychological Data Tertaining te 
Problems of Agency icman “sseources 


aeuand &@ careful evaluation of feasibilities and priorities 

te insure that our efforts are (a) focused on real and serious 
eroplems, and (i) limited to areas in which there is reaseon- 
able promise of pay-off. 


&. Our experience with the CT-oriented research 
reinforces the conviction that tivreliness ana’ relevance of 
research in service to wanasvement is a funetion of close 
communication between researchers and ranagement. He look 
forward to the continued advice and support of your office 
in facilitating working- level exchanges between ourselves 
anid officials responsible for Gay~to-day management 
tecisions. Task Forces, atructured as working groups, with 
merbershin selected on the basis ef experience with and 
knowledge of specific problems and operating under the policy 
guidance of your office are suggested as appropriate action 
mechanisars. 


JOHN @&,. TIERIFS, M. B. 
Sireetor of “edieal Services 


rent 


wae xeconvendation in paragraph 3 4¢ hereby approved. 


“ROOES SBR CO 
Deouty Olrector for Support 
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MEMORANDUM FOR: Deputy Director of Support 
THROUGH Director of Medical Services 


SUBJECT Research possibilities on the 
"youth issue" 


1. The Human Resources Study Group, taking note of 
management concern with recent expressions of attitudes 
by certain articulate young Agency professionals, has 
discussed the question of whether or not a systematic 
research effort could address itself in any meaningful 
way to those concerns. The answer, tentatively, is "yes", 
assuming that management's concerns are reasonably well 
represented by questions like these: 
(a) How representative are the views being 
currently expressed by an articulate few? Of whom 
are they representative? Does the "silent majority" 
have similar views, or contrasting ones? How strongly 
are they held? 
{b) If we can identify common viewpoints on 
significant issues among young Agency professionals 
(whether they are like or unlike those of the articulate 


few), do these really differ in a crucial way from those 
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SUBJECT: Research possibilities on the "youth issue" 


held by their seniors in management positions? 

(c) If some real differences between views of 

"youth" in the Agency and "management", are identified, 

what are the implications for such issues as the 

Agency's ability to continue to attract and hold "good" 

people, develop identification with the Agency's 

mission, stimulate desire to produce, inspire career 
commitgment? 

2. Not all of these questions are equally researchable, 
of course. Those in (a) are relatively easy to tackle, 

(b) somewhat less sO; (c) much tougher. But we feel that a 

fiat “profile of attitudes" derived from a standard opinion 
survey approach, no matter how well done, would contribute 
little if not set in some perspective and, at the least, ds 
pregnantly suggestive of implications for management policies 
and procedures. 

3. While the methodology for research aimed at these 
questions cannot be spelled out in detail at this stage, it 
would obviously involve some combination of focused depth 
interviewing, questionnaires, and possibly other instruments 
designed to tease out and measure perceptual/attitudinal 


dimensions. The Research Branch of the Psychological Services 
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SUBJECT: Research possibilities on the "youth issue" 


Staff believes that the technology for such studies 
within its capabilities. An obvious first step for 

Study Group is to talk informally with a variety of in- 
dividuals from both "youth" and "management" groups in 
order to begin to define the dimensions on which measure- 
ment is desired. 

4. One essential requirement, if such an undertaking 
is to have any chance of making a contribution to management, 
is to insure from the beginning that it is focused on real, 
Meaningful management concerns. For this reason, we seek and 
welcome input and guidance from top management before pro- 


ceeding. 
Ss 


Human Resources Study Group 
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